. A survey conducted by Princeton Survey Research Associates determined that three fourths of employees believe workers currently have more on the job stress than a generation ago (King, 1998) . Many employers do not realize the effect stress and resulting illnesses have on their bottom line (Lundberg, 1997; Tompkins, 2(00) . Workers' compensation costs associated with behavioral health concerns are rapidly increasing. According to the Workers ' Compensation Yearbook, in 1995, nearly half of workers' compensation funds across the United States honored claims for emotional disorders and disability caused by stress on the job (Elisburg, 1995) .
What are the causes of stress and behavioral health issues in the workplace? What effects do anger and anxiety have on workers and how should management addres s workplace anger ? What proactive strategies should be employed to change corporate culture and positively impact employee health and well being? This is the first article in a three part series focusing on strategies for working with angry or anxious employee s to enhance employee health and productivity.
CAUSES OF WORKPLACE STRESS AND ANGER
Frenzied lifestyles are just as detrimental to the brain's self regulating abilities as are alcohol, tobacco, and drugs (Sichel, 1999) . Stress not only prematurely ages the body, hyperarousal caused by stress and worry disturbs sleep. The bodies of these exhausted workers then demand restful, reparative sleep. Yet the individual suffers from insomnia (Dement, 1999) . Dement (1999) discovered that approximately half of all patients experience insomnia caused by stress, including work related stress.
Chronic stress chemically "loads" the brain until it is unable to switch off the innate stress hormone response (Sichel, 1999) . Serotonin levels of these employees are depleted and their hypothalamus/pituitary/adrenal circuit is operating in "overdrive," stimulating the overproduction of stress hormones from the adrenal gland (Sichel, 1999) . Because the cortex of the brain cannot calm the primitive limbic responses as easily as before, the employee is chronically stressed. By the time the fight or flight response is "switched off," the brain's biology has changed and the employee has learned to function in a state of hyperarousal, as if the stress is omnipresent (Sichel, 1999) .
Unfortunately, U.S. culture exacerbates the problem. A recent national survey of 750 adults indicated that more than 80% of Americans believe it is not possible to be successful at work and get enough sleep (Dement, 1999) . Too many employees ignore the brain's need to rest and recharge. The dramatic increase in anxious, angry, and depressed employees has led physicians to coin the term "biochemically challenged" brain (Sichel, 1999) . Reflecting a world dizzy with unparalleled rates of change, many employees are confronted with the unprecedented expression of anger across society (e.g., travel rage, road rage, cell phone rage). Companies fighting for customers have programmed clients to expect a consumer focused economy, and disgruntled patrons in many industries have become increasingly more vocal and difficult to satisfy.
Consistent with a society in which many individuals feel alienated, the geographic mobility of individual employees has increased. Many workers are detached from family and friends-their best support system. Demanding schedules inhibit many employees from identifying others with whom they share common values and beliefs.
Shiftwork
Another trend contributing to anger and anxiety in the workplace is an increase in shiftwork. Before World War II, fewer than 15% of employees worked at night (Dement, 1999) . Now, extraordinarily high production goals dictate that workers in many companies chum out products 24 hours a day in three distinct shifts. Improperly managed, the effects of shiftwork can be disastrous for the well being of individual employees. Lamberg (1994) found that shiftwork costs U.S. industry more than $70 billion annually in medical expenses, property damage, lost productivity, and insurance premiums. Because shiftwork is disorienting to the employee's biological clock, a host of symptoms are common including irritability, fatigue, insomnia, hyperarousal, appetite and weight problems, distractibility, lack of focus, poor memory, and sexual and relationship difficulties. Sleep deprivation can produce a 20% decrease in brain serotonin and has been linked to depression (Dement, 1999) . Substance abuse also can occur because shiftworkers self medicate with caffeine and alcohol more often than other workers. Night shiftworkers are twice as likely to smoke as day shiftworkers, and they have double the chance of a heart attack after 5 years on the job. One study determined that 25% of shiftworkers tum to alcohol to help them sleep (National Sleep Foundation Report, 1998.) 
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Long Work Hours
A number of studies have indicated that many companies are more "toxic" to employee well being than in the past (Gialcone, 1997) . Both work force reductions and increased pressures for worker productivity led Neuman (1997) to conclude that people related issues (e.g., family friendly policies, flextime, reasonable overtime) are not considered as important as business practices designed to enhance an organization's ability to compete in the global marketplace. For example, many companies now mandate overtime. As employees work longer hours with mounting productivity demands, many workers feel they must choose between their jobs and their families or other aspects of their personal lives.
Harassment
A dysfunctional style of management can not only impede worker effectiveness, it can cause feelings of fear, anxiety, or threat. Workplace harassment by management has become increasingly common, and employees fear that employers will not seriously consider their complaints or will retaliate for filing complaints. Workplace bullying (i.e., repetitive harassment) has also increased and has been linked to unusually competitive or adversarial organizations and to autocratic or rigidly hierarchical company management (Thompson, 1999) . Many organizations that prosecute physical violence ignore harassment or bullying. Psychological aggression flourishes when it is ignored, and employee morale is diminished. When management does not recognize its sizable responsibility to eliminate harassment, the total organization suffers.
Low Wages
The perception of unequal pay and resources can also generate hostility, resentment, and aggression (Gilligan, 1997) . Frustration and rage can result when employees and management differ on the outcomes of performance appraisals, especially when differences are the result of gender, racial, or physical bias. The innate cognitive drive of humans to occupy their expected place in the social hierarchy leads people to engage in a variety of risk taking behaviors to achieve success (Sylwester, 1997) .
Downsizing
Lack of job security also escalates workplace anger and frustration. In the past, employees contributed loyalty to a corporation in exchange for job security. This is no longer true. Downsizing, restructuring, rightsizing, and reengineering, which are responses to volatile markets and shrinking profit margins, have been rationalized by management as essential for increasing efficiency and effectiveness. However, analysts such as Neuman (1997) conclude that such actions set the stage for increased aggression.
After a wave of corporate dismissals of "expendable" employees, "survivor stress" (i.e., feelings of guilt, depression, resentment, hostility) was recognized among survivors of corporate layoffs (Catalano, 1993; Noer, 1993) . These feelings have been linked to increased aggression and physiological arousal as well as reduced helping behavior (Berkowitz, 1989; Cialdini, 1976; Weyant, 1978) . Technology 'Techno stress" has emerged in the marketplace as customers, employees, and managers expect "instant action." Chief executive officers, as well as employees, complain that they feel enslaved to technologies that cheat them of time off from work. Once perceived as status symbols, corporate cell phones and pagers are now viewed as "electronic overseers" of middle managers and front line employees. Worker production is increasingly monitored and measured by an array of invasive technologies.
Management Styles
Traditional management techniques of directing employees to ignore or suppress their anger and frustration at work have been proven ineffective (Dorsey, 1997) . Discouraging employees from working through their negative feelings of anger and frustration ultimately limits their ability to get in touch with their positive feelings of enthusiasm and confidence. Not only have companies traditionally attempted to ignore or suppress anxiety and fears, but anxiety disorders and depression generally have been ignored because of the stigma society places on mental illness. Managers are often uncomfortable or unwilling to confront employees suffering from anxiety and depression. Most lack expertise in discriminating between employees who are experiencing anxiety and depression and those with social problems. Many employers do not want to be responsible for treatment. Although occupational and environmental health nurses have always cared for depressed and anxious employees, prior to the mid 1980s, behavioral health in the workplace has not frequently been a primary component of employee health programs.
EFFECTS OF WORKPLACE ANXIETY AND ANGER
Workplace anxiety and anger can result in poor decision making, vandalism, job loss, and violence (Lerner, 1998) . They can affect employees' cognitive judgment and rational thinking and result in workplace mistakes, accidents, and injuries. Anger can lead people to blame others and to rely on stereotypes and other simple cues, rather than thoughtful consideration, to make decisions.
Passive Aggressive Behaviors
Employees also engage in a number of nonviolent behaviors to release workplace anger. Passive aggressive behavior directed at worksites, employers, and employees has become more sophisticated, pervasive, cunning, and costly. Vandalism, thefts, and sabotage have AUGUST 2001, VOL. 49, NO.8 increased, and computer viruses have been planted to adversely affect commerce and profits across the globe. Getting even with others for real or imagined slights has become so frequent it has been described as an "art form," and passive aggressive behavior adversely affects the entire flow of work (McClure, 1996) .
Anger is the primary reason employees are fired and it breeds conflicts and violent behavior on the job. A 1999 Gallup poll indicated 23.3% of workers felt chronically angry on the job and that irate employees were more likely to be bored and to have low energy (Gibson, 1999) . Other studies have linked aggression and workplace anger (Love, 1999; Neuman, 1997) .
Substance Abuse
Irritability, intense anxiety, angry outbursts, agitation, and aggression at work may also be related to substance abuse (Bushman, 1997; Cook, 1993; Gustafson, 1993; Miczek, 1997) . The Substance Abuse and Mental Health Services Administration (SAMHSA) estimates that 70% of illegal drug users are employed, and substance abuse has been cited as one of the primary reasons for the rise in workplace violence. (SAMHSA, 1999; U.S. Department of Labor, 1998).
Negative Spillover
When anger does not result in overt aggression, it can lead to breaches in interpersonal relationships and a hostile work environment. Disgruntled employees can detract from the job satisfaction of others and unhappiness can spread.
Disciplinary Action By Company
Many companies treat anger solely as a disciplinary issue. This can be a problem for two reasons. First, anger is a behavioral health issue. Occupational and environmental health nurses and employee assistance program (EAP) personnel can positively impact problem behaviors when proactive referral procedures are in place and services are delivered in a timely manner. Second, anger in the workplace is frequently related to aspects of corporate culture needing to be addressed. Disciplining an employee may not result in a change in behavior and may actually encourage its continuation.
BENEFITS OF ACKNOWLEDGING EMOTIONS IN THE WORKPLACE
Businesses no longer offer employees job security in exchange for loyal performance, To gain the trust of workers, Ralston (1995) believes that companies must provide safety for individuals to share experiences, including their feelings and thoughts. She emphasizes creating a new sense of community in which employees can confront managers and business decisions can be questioned. When honesty is the norm and emotions are shared, honest opinions and authentic feelings are the untapped resources for organizational success.
When employee emotions are repressed, endorphin levels essential for job satisfaction and enthusiasm are lower (Dorsey, 1997) . When employees are not allowed to express emotions, they feel invalidated and their energy is not available for work. Dependencies, fear, and stress related health problems increase (Ralston, 1995 , Pert, 1997 .
While it is essential to encourage employees to express their feelings, it is also important to develop employees' emotional strength . Employees who can handle daily anger and frustrations more positively have higher morale, less stress, and greater enthusiasm for their job (Ralston, 1995) . Injuries, illnesses, and workers' compensation costs decline when employee stress levels decrease (Lundberg, 1997) . As stress declines, the mental focus of employees improves, even when working under pressure.
Healthy emotional expression is vital to effective management. Employees' feelings of anger are usually a signal that a wrong has been committed or that goals are being blocked. Managerial attention is required because feeling and expressing anger is linked to both individual and organizational outcomes (Frijda, 1986) . Anger is a reflection of unmet needs, desires, and expectations. When underlying causes of anger are acknowledged, anger can become a powerful motivator for improved performance driven by passion for a better life. When employees' feelings are addressed and valued, stress declines and managers are aware of the real problems that must be solved. Motivation is higher as relationships become more honest and job performance improves (Ralston, 1995) .
Emotions are the glue binding individuals together in relationships. Thus, feelings are a critical ingredient of effective teamwork. Like families, when teams have openly worked through disagreements and have weathered experiences filled with disappointment, anger, and fear, they can reach new levels of joy and enthusiasm.
CREATING A HEALTHY WORKPLACE
The best approaches to reducing anger and anxiety in the workplace are systematic, comprehensive, and continuous. New sources of frustration will invariably arise because change is constant. Rather than wasting valuable energy blaming the corporation or the employee, savvy organizations alleviate corporate sources of frustration while simultaneously offering stress and anger management courses and ensuring that confidential, quality behavioral health services are readily available to workers.
Management Involvement
The first step in creating a healthy workplace is to present management with a bevy of well substantiated information concerning the benefits of supporting employees as holistic human beings. Worker productivity is directly related to the total health of employees, which includes their physical, mental, and social well being (Humphrey, 1998) . Workers with high morale experience fewer on the job accidents and injuries and 402 file fewer workers ' compensation claims. Claims generated are generally less costly and require less lost time (Humphrey, 1998; Lundberg , 1997) . Satisfied workers do not attempt to defraud the company, nor do they condone others doing so (Humphrey, 1998; Lundberg, 1997) .
Work Environment
Management and workers must be committed to creating a positive work environment. First, the physical environment must be conducive to work and lessen emotional stress.
Temperature. Although heat is not a cause of anger, research has indicated that hot tempers escalate in hot temperatures (Norden, 1996) . People become impatient when they are uncomfortable, and hostilities may rise to the surface and be acted on. Although air conditioning may contribute to less irritation and more productivity, the gains are partially offset by a decreased sense of well being from continuously recycled air. Negative ion generators have been found to improve the moods of employees (Norden, 1996) . A "climadesk" delivers fresh air directly into the individual's breathing zone and can both warm feet and create cool air to breathe (Arnot, 2(00) .
Air Quality. Energy efficient buildings constantly recycling stale air, pollutants , mold, fungi, and toxic vapors cause psychological as well as physical irritations . Although the majority of employee complaints about air quality can be easily rectified, if handled defensively, they can result in fear and anger. It is essential to provide clear, understandable information to workers relating to the health implications of breathing workplace air. Many solutions cost little, and the occupational health program can gain significant mileage by acting promptly. Routine maintenance can slash identifiable problems by as much as 50% (Grossman, 2000) .
When air is not circulating properly, carbon dioxide levels increase and people complain of discomfort. The air intake system must be monitored regularly, and the employer must require vendors to provide an inventory of chemicals and additives in their products.
If possible, workers should have personal control over their air supply. Negative ions have a positive effect on mood by releasing serotonin. Norden (1996) and Arnot (2000) recommend purchasing electrostatic air cleaners to remove indoor allergens and ionizers if the individual allotment of fresh air cannot be increased to at least 20 cubic feet per minute.
Electromagnetism. Electromagnetic waves profoundly affect behavior, and employees are now exposed to types of electrical power that have no precedent in nature, as well as to air nearly devoid of vital negative ions (Grossman, 2000; Norden, 1996) . Electromagnetism and the related influence of ionized air can cause moody and impulsive states as well as some health problems (Norden, 1996) . Industrialization has polluted the air by adding electromagnetic waves from machines and wiring and by fouling the air with particulate matter, which robs it of beneficial small negative ions (Norden, 1996) . Because most indoor employees are also breathing recycled air, their intake of biologically active air ions has been lowered to very few. Negative ions have been found to reduce irritability and depression while enhancing cognitive performance and energy (Norden, 1996) .
Lighting. The sun has a powerful influence on mood, and even well lit offices have only a fraction of outdoor light. Thus, employees are chronically light deprived and exhibit depression and seasonal affective disorder (SAD) (Arnot, 2000) . Most offices use overhead lights assuming all employees need the same amount of light. While fluorescent lighting is common and robs the body of some B vitamins, different individuals also require different amounts of light at different times of the day. Employees need individualized desk lights and full spectrum rather than fluorescent lighting.
Individuals require at least 1,000 lux to reap biological benefits from light (Arnot 2000) . Special lighting systems can help tremendously with SAD, anger, and mood disorders. Because employees respond to light hormonally, there is a direct connection between exposure to sunshine and increased serotonin levels (Norden, 1996) . Light visors, light boxes, and full spectrum light bulbs are therapeutic because they relax and energize irritable employees (Norden, 1996; Arnot, 2000) . Light therapy also controls the release of serotonin's derivative, melatonin, an antistressor, sleep aid, and sympathetic nervous system inhibitor. Melatonin also stimulates the parasympathetic nervous system, which produces calm.
Acoustics and Sound. Poor acoustics and obnoxious workplace noises contribute to moods swings at work. Sound frequencies are also relevant to the behavioral health of employees. The human ear associates high frequencies with danger and low frequencies with slow movements and soft impact. Employees can be encouraged to create a personal "soundscape" by using noise generators to blanket or cover distracting noise (Arnot, 2000) . White noise generators camouflage disturbing sounds but often produce a high frequency hiss. Therefore, a pink noise generator is preferable (Arnot, 2000) .
Responsive Workplaces
Flexible work environments also can reduce employee stress and improve productivity. Dement (1999) found that most shiftworkers are placed on rotation schedules in which they are always experiencing "jet lag" from a counterclockwise shift rotation. Following a model piloted by police and fire departments, Dement (1999) implemented a 3 week clockwise shift rotation from day to evening to night to day at 3 weeks per shift. Not only was clockwise rotation easier on workers, but 3 weeks was also adequate time to adjust to and maintain a new shift. Anger and irritation were significantly reduced, as were sleep disturbances, health alterations, and relationship complaints. AUGUST 2001, VOL. 49, NO.8 Many companies recognize that Americans are sleep deprived. Sleep deprivation can produce a 20% decrease in brain serotonin (Norden, 1996) , and ongoing sleep loss leads to depression. In addition to irritability, fatigue is associated with 60% to 90% of all industrial accidents. Fatigue costs American companies $18 billion a year in lost productivity (Sherman, 2000) . Naps are a low cost, natural way to boost productivity, and many companies have found that "power naps" improve performance. A 15 to 20 minute nap enhances mood, morale, and energy for 6 hours, even if the employee does not feel more rested (Arnot, 2000; Dement, 1999; Norden, 1996) . Other than exercising, there is no better way to immediately offset a negative mood (Arnot, 2000) .
Nap rooms are especially popular in Silicon Valley, and the Japanese offer "sleep cafes" in business districts. Railroads such as Burlington Northern Santa Fe and Union Pacific have instituted napping as part of their fatigue management program, recognizing the value of naps for both energizing and soothing the irritations of engineers. Convincing employees it is permissible to nap is more of a problem than is abuse of the privilege (Sherman, 2000) . Norden (1996) found melatonin supplements improved both the sleep and the alertness of shiftworkers. Czeisler exposed shiftworkers to bright light during their night shift and then had them sleep in bedrooms with blackout shades during the day (Norden, 1996) . Bright lights were found to be more enlivening than coffee, and exposed employees experienced improved daytime sleep the next day.
Changing Corporate Culture
Companies with positive, supportive corporate cultures have fewer employee injuries and claims (Lundberg, 1997) . Workplace violence is rare when a positive, respectful corporate culture exists that values each individual employee and attempts to make everyone feel equally valuable (Lundberg, 1997; McClure, 1996; Ralston, 1995) . Companies that correct corporate sources of employee anger and anxiety and provide safe ways for employees to experience their feelings incur a multitude of benefits. As stress decreases, absenteeism and health problems diminish. Workplace violence decreases as teamwork and morale increase, contributing to greater productivity.
When efforts are made to change aspects of corporate culture that cause undue employee frustration, the responsibility for organizationally induced stress is placed where it belongs. Clinical depression, for example, can be caused by factors external to the workplace but can also be related to spending 40 to 60 hours per week in an unhealthy work environment. Because a dysfunctional work environment can aggravate a predisposition to depression, it may be more effective to treat the workplace than the employee (Tompkins, 2000) .
Ways to Reduce Workplace Stress
• Respect individual employees and customers as well as their feelings and emotions.
• Match employee work to their capabilities and resources .
• Provide work meaning, stimulation, security, and opportunities for workers to use their skills.
• Clearly define workers' roles and responsibilities.
• Encourage workers to participate in decisions and actions affecting their jobs.
• Create open channels of communication and opportunities for social interaction between and among management and employees.
• Demand fair wages and benefits designed to meet the needs of the work force.
• Develop work schedules compatible with the demands and responsibilities employees face outside the workplace.
• Provide information and resources necessary for employees to complete their work in a timely manner.
• Create a safe work environment where employees have access to assistance when they must interact with "difficult people."
• Develop a positive presence in both the local and global communities and demonstrate a tangible valuing of all employees .
• Clearly specify and fairly apply performance criteria.
• Offer an array of cost effective services including confidential, proactive EAP; a responsive human resources department; and educational and behavioral health programs.
• Adhere to a comprehensive drug and alcohol policy to protect both management and employees .
• Invest in developing managerial skills, such as facilitation, communication, and leadership so managers can uncover hidden emotional agendas at all levels of the organization.
• Use solution focused approaches to empower employees .
• Teach and role model healthy conflict resolution skills.
Companies are explaining their reasons for not responding to the need for a more humane and considerate workplace by saying they cannot afford to shift their attention away from more pressing "bottom line" concerns. Although the current marketplace demands higher 404 levels of worker productivity, concerns for productivity are compatible with a high concern for employees. In fact, company success is more likely to result when management demonstrates high concern for both employees and productivity (Blake, 1964; Neuman, 1997) . The National Institute of Occupational Safety and Health (NIOSH) recommends reducing workplace stress (Sauter, 1999) by detecting and eliminating organizational sources of threat, anger, and anxiety. Other ways to reduce workplace stress are described in the Sidebar.
Participatory management strategies are designed to involve employees in the processes of the organization. Individuals are viewed as the center of their universe, and employees experience the organization and their coworkers in relationship. When the requirements of individuals are integrated with the needs of the organization, they perceive how their organizational roles can be productive outlets for their energies and a means of meeting their needs (Weisinger, 1985) . Individuals require recognition as worthwhile contributors, and organizations need to be effective and productive. When the organization recognizes the effort of individuals as well as teams, productivity increases.
Positive employee emotions are also activated when management empowers workers to be responsible for improving the workplace. People are less angry or frustrated when they participate in decisions affecting them, and this translates to the bottom line. The NIOSH recommends participatory action (Sauter, 1999) , and Walt Disney, Inc. verified the payoffs from such an approach (Nickol, 1999) . Faced with employee health, absenteeism, and morale issues as well as high turnover and resistance to overtime, the company decided to empower the workers to make their own decisions about planning and conducting their work. A representative planning group of employees was elected, and management began to transfer authority for decision making.
Employees were trained to manage themselves with the knowledge that cost efficiency was required to avoid outsourcing. To accomplish their goal, some employees learned basic math and budgeting skills. Others decided who would work overtime. Their philosophy, "finding the right job for the right person," was put into action when they met in the "war room" and structured their work based on current requirements. Resources, critical for success, were distributed and workstations were ergonomically designed. Management shared vital information including profit and cost figures. Tardiness, absenteeism, and turnover declined while morale and loyalty increased.
At Texas Instruments, teams consistently set challenging but realistic goals and evaluate their progress. The teams exceed their goals with increased employee well being and decreased levels of anger and anxiety (Weisinger, 1985) . Companies such as Hewlett Packard, IBM, Delta, and Disney avoid "win-lose" by emphasizing that each unit of the organization must win for all to
SUMMARY
Traditional corporate approaches toward anger and anxiety in the workplace have ignored or exacerbated the problem. Human emotions are not only essential for job performance, they are a free resource that can be harnessed in ethical ways to enhance job productivity. encourages acetylcholine flow and creates a positive memory, which can be highly motivating in the future (Jensen, 1998) . Some companies encourage volunteers or appointed employees to initiate celebrations or positive rituals at work. Many companies provide a budget for such events, highlighting the importance placed on the mental health of employees.
Turning Workplace Anger and Anxiety into Peak Performance Strategies for Enhancing
Employee Health and Productivity.
Helge, D.
Anger and anxiety in the workplace are rapidly growing and have a dramatic effect on workplace stress, performance, health care expenses, and workplace violence (including vandalism and other passive aggressive behaviors). Traditional corporate approaches toward anger and anxiety in the workplace have ignored or exacerbated the problem.
Just as NIOSH has determined that stress is sometimes caused as much by corporate culture as by factors related to the temperament or behaviors of individual employees, workplace anger and anxiety are often related to corporate culture.
Occupational and environmental health nurses are in positions to alter dysfunctional aspects of corporate culture while simultaneously working with individual employees who are angry or anxious.
Successful companies are those that nurture their workers while achieving their mission. They treat employees with dignity and respect while challenging them to reach their full potential. AAORN }ournaI2001; 49(8), 399-406.
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win (Weisinger, 1985) . Because the focus is on developing members of the team, positive emotional energy is initiated leading to increasing productivity, quality, and prosperity. Genuine positive feedback from management is an ethical and powerful social tool to help employees define their self concept and value. The best employee motivators are internal. Organizations can create environments that elevate mood and self esteem, making long term changes possible. Employees' increased optimism and happiness leads to positive social feedback, and the individual is able to once again master emotions and function effectively. Sylwester (1997) compares the effects to jump starting a dead car battery-a few miles of driving reenergizes the battery; then it will function on its own.
One of the first indicators of mental illness is the loss of joy in being alive. Fun and humor enhance the ability of employees to cope with job stress and result in increased job satisfaction, productivity, and morale. Absenteeism and health care costs have dramatically decreased when companies prioritize fun at work. When employees of the Colorado Health Sciences Center in Denver viewed humorous training films and attended fun workshops, there was a 25% decline in downtime and a 60% increase in job satisfaction (Hemsath, 1997) .
Most companies have long recognized that humor and fun at work are valuable for both the employee and the company, yet few companies have systematic, ongoing efforts to promote fun at work. It is virtually impossible for employees to have fun at work and maintain their anger and anxiety. Humor and laughter create common bonds. Companies prioritizing laughter at work are frequently leaders in their industries.
Microsoft employees frequently play miniature golf in the hallways and elevators, and managers have a "morale budget" to spend on fun activities (Ayan, 1997) . Southwest Airlines is known as "The Fun Company" (Freiberg, 1996) , and Fast Data Corporation has a Vice President for Fun (Ayan, 1997) . When Frank Pacetta, author of Don't Fire Them-Fire Them Up, was a district sales manager at Xerox, he was known for morale building antics including tobogganing down the hallways (Pacetta, 1994) . Some companies call in the clowns, and others engage employees to plan fun events. Laughter calms and relaxes people. Humor opens their minds to hear controversial information. Amusing people reduces the likelihood that they will subsequently engage in overt acts of aggression. Hearty laughter affects cellular development, and endorphins and other chemicals are produced in the brain to heal depression and anxiety (Williams, 1994) . When genuine celebrations are as institutionalized as paychecks, morale builds.
Celebrations can help build employee relationships and enhance work performance. Accomplishing challenging tasks should be acknowledged rather than waiting until the entire project is completed. Even a brief "high five" can be effective because physical movement Most of the causes and costs of workplace anger and anxiety can be prevented. In an ideal workplace, employees are internally motivated and self regulating because they are hired with care, placed in jobs serving them as well as the company, and supported with the required resources to accomplish their jobs. When companies treat employees with dignity and make efforts to empower them, employee self confidence and performance grows.
Occupational and environmental health nurses are in positions to alter dysfunctional aspects of corporate culture while simultaneously working with individual employees who are angry or anxious. Successful companies are those that nurture their workers while achieving their mission. They treat employees with dignity and respect while challenging them to reach their full potential.
